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Background
Voices calling for review and change for the way of working have been rapidly expanding in Japan. The relationship between employees and the organization (EOR) has attracted attention as a prerequisite for reviewing the system. As the relationship between employees and organization continues to change in accordance with changes in the business environment and the social environment, a lot of researches has been done in Europe and the US since the beginning of the 20th century [4] . Among them, empirical studies of Organizational Support Theory (OST) and POS [5] which based on employees' viewpoint of are advancing. The correlation between POS and employees' commitment, extra-role behavior, and citizenship behavior has already been demonstrated in many studies.
However, there has been little empirical studies on Japanese companies. There are not many hierarchical studies on Perceived Supervisor Support (PSS) focused on the manufacturing site.
We would like to clarify the current situation of EOR at the manufacturing site. By doing this we expect to be able to make an opportunity to add elements from the viewpoint of employees to researches on the competitiveness of the manufacturing site.
Previous Studies
In the past management strategy theory, the relationship between an organization and employees, were considered on the premise that If the organization gave employees resources and initiative they should respond to this by dedication and royalty to the organization. This concept have been widely accepted.
POS was proposed by [5] , and many researchers have been studying and substantial research papers have been published. Rhoades & Eisenberger [1] reviewed more than 70studies concerning POS. They reviewed basic hypothesized antecedents and attitudinal consequences. Kurtessis et al. [6] carried out meta-analytic assessment of OST using 558 studies.
Organizational support theory and Perceived organizational support
OST indicate that employees personify the organization, viewing it as having a personality with benevolent or mal benevolent intentions toward them [2] . Based on this organization's personification, employees would view the treatment received from the organization as an indication that it favors or disfavors them [7] . Favorable treatment would contribute more to POS if it is attributed to the organization's discretionary actions than if it is considered as the result of external constraints [5, 7] .
Three types of perceived organizational treatments are said to increase perceived organizational support. These antecedents are Fairness, Supervisor Support and Organizational rewards and job conditions. Concept of Fairness includes several types of fairness, structural (i.e. formal rules and policies, voice) and social aspects, sometimes called interactional justice [1] .
Levinson [8] suggested that the actions of members of the organization as its agents, tends to be perceived by employees as actions of the organization itself [5] . Eisenberger stated that he began to start thinking about the employee's view point and found several early studies had suggested that employee's perception of positive valuation by the organization enhances employee's favorable orientation toward the organization and behaviors helpful to the organization [2] . Eisenberger concluded that employees might develop a general belief concerning the extent to which the organization values their contributions and cares about their well-being and named this employee belief [5] .
POS lead employees to take more positive orientations toward work and the organization. Such outcomes that have been found by researchers were enjoyment of work (empowerment, engagement, and involvement) and positive orientation toward the organization (commitment, identification, trust, and reduced cynicism) [2] . POS should also increase AC by fulfilling such needs as affiliation and emotional support. [9] .
Social exchange theory
Employment have been alluded by organizational theorists as the trade of effort and loyalty for material and socioemotional rewards [8] . These traditional approaches emphasize the gain to organizations produced by the beneficial treatment of employees. From employees' view point, favorable work experiences foster emotional bond to the organization. Employees who feel supported by the organization are more likely to feel obliged to care about the organization's welfare and help it to reach its objectives [10] .
The norm of reciprocity is a key concept in social exchange theory. The reciprocity norm has been termed universal because it has been found to be influential in every culture in which it has been studied, whether primitive or modern [2, 11] . Gouldner called reciprocity norm as a starting mechanism. The positive reciprocity norm applies to employee-employer relationship as well as interpersonal relationship, obliging employees to recompense by helping favorable or unfavorable treatment. If there is an opportunity, employees may work harder or more carefully in standard job activities, or may increase such extra-role or citizenship behaviors [2] 
Supervisor Support
Supervisors act as agents of the organization having responsibility for directing and evaluating subordinates' performance, employee views their supervisors' favorable or unfavorable orientation toward them as indicative of the organization's support [1] . Supervisors who perceived that they were treated fairly by the organization could reciprocate by treating subordinates more favorably [12] . Several studies show that the perception of PSS is strongly linked to POS [13, 14, 15] . Employees are in a relationship based on a long-term relationship to the organization as a whole and direct supervisors [16] .
Coworker support
Zagenczyk et al. [3] suggested that employees' POS are not solely a product of independent evaluation of treatment offered by the organization, but are also shaped by the social context. And, they proposed that coworker as will directly (through inquiry via cohesive friendship and advice ties) and indirectly (through monitoring of employees structural equivalent in advice and friendship networks) affect employees' POS. The findings suggested that social networks, as well as the traditional hierarchy, contribute to POS [3, 2] .
Organizational Commitment
Meyer & Allen [17] proposed a multidimensional concept as a commitment which is an important element that determines the dedication and loyalty of employees to the organization. Affective commitment refers to the employees' emotional attachment to, identification with, and involvement in the organization. Employees want to continue employment with organization. Continuance commitment refers to an awareness of the costs associated with leaving the organization. Employees need to do so. Normative commitment reflects a feeling of obligation to continue employment. They feel that they ought to remain with the organization.
Employees' emotional bond to their organization has been considered as an important determinant of dedication and loyalty [2] . The more employees feel supported by the organization, the more they feel emotionally attached to it [18, 16] . Many studies have reported POS and AC are strongly related yet distinct [14, 18, 19] . Rhoades et al. [14] indicated the causal relation between POS and AC. Employees will be more affectively committed to an employer when the employer commits to a long-term relationship [20] .
On the basis of reciprocity norm, employees seek a balance in their exchange relations with the organization by developing attitudes and behaviors commensurate with their favorable treatment by the organization [2] . On the other hand, Eisenberger & Stinglehamber [2] suggested that POS may help to increase AC by fulfilling socioemotional needs.
Yasutaka HASHIGAMI, Masaharu TSUJIMOTO International Journal of Japan Association for Management Systems -38 - Katz [21] stated that there must always be a supportive number of actions of innovation or relatively spontaneous sort. An organization which depends solely upon its blueprints of prescribed behavior is a very fragile social system. Smith et al. [22] suggested that citizenship behavior includes at least two separate dimension altruism or helping specific persons, and general compliance, a more impersonal form of conscientious citizenship. Coyle-Shapiro et al. [23] stated that employees engage in OCB to reciprocate the organization for fair treatment or withhold those behaviors in response to unfair treatment.
Organizational citizenship behavior
Takagi [24] indicated that some researchers point out that although organizational citizenship behavior is positioned as out-of-role behavior, its position is not necessarily clear [25] . In addition, Coyle-Shapiro et al. [23] similarly showed that the boundary between role behavior and out-of-role behavior is not clear.
Hypothesis
Several studies show that the PSS is strongly linked to POS [13, 14, 15] . Employees develop general views concerning degree to which supervisor value their contribution and care about their well-being [1] . Kurtessis et al. [6] indicated that supervisors and others in leadership role play a key role in providing organizational rewards and resources to employees, and thus should be viewed as greater source of organizational support than coworkers. When Supervisors act as organizational agent, PSS should contribute to POS, strength of this relationship depend on employee's perception of status of the supervisor [15] . And, Eisenberger & Stinglehamber [2] stated that supportive treatment from upper management should be judged by employees as more indicative of organizational support than supportive treatment from other organizational members lower in the organization.
There is a difference in the perception of support that employees receive from management, supervisor, coworker and subordinate depending on their role. Supervisors have roles with the authority to direct, evaluate and reward performance. Coworker affects POS by aid and cooperation and by conveying their opinion of organizational support [2] .
Wayne et al. [26] indicated emotional aspects in the relationship between supervisors and subordinates in leader and member relationship (LMX). However, they argued that affective commitment to the organization is not born from a good relationship between supervisors and subordinates.
On the other hand, Hutchinson [19] stated that there were relationship supervisor support and AC mediated by POS. Beneficial treatment received from a supervisor should increase POS to the extent that such treatment is attributed to organization's policies but not to supervisor's idiosyncratic motivation [14] . Eisenberger et al. [15] stated by quoting [27] that based on the reciprocity norm, PSS increase extra-role performance beneficial to the supervisor and the organization. Settoon et al. [16] consider PSS on the premise of the dyadic relationship between employees and their superiors. And they stated that there was a strong correlation between PSS and OCB.
We estimate that the relations between PSS / PCS and AC may not depend on hierarchical status.
Hypothesis 1. Influences of Perceived supervisor support on Affective commitment and Citizenship behavior does not depend on the hierarchical status.
Studies on employee's PCS is not many. Ladd & Henry [28] suggested that there was a relationship between PCS and OCB targeted toward specific individuals [29] . However, according to OST, perceived support initiates social exchange process and also fulfills emotional needs [5, 6] .
We estimate PCS may have almost same consequences as of PSS, like AC and OCB.
Hypothesis 2. Perceived coworker support influence on Affective commitment and Citizenship behavior.
Meyer & Allen's model indicated AC mediate between work experience and job behavior (including citizenship behavior). They stated that employee who want to belong to the organization (affective commitment) might be more to exert efforts on behalf of organization [17] . Quoting [17] , Eisenberger et al. [10] stated that work experiences contributing to employee comfort and perceived competence should enhance emotional attachment. POS might contribute such experiences. PSS may make employees experience similar work feeling, which will derive emotional attachment.
We assume that AC will mediate relations between PSS and PCS and OCB.
Hypothesis 3. Affective commitment mediates between Perceived coworker and supervisor support and Citizenship Behavior

Method
Sample and Procedure
Research target employees are working in 2 factories of a technology dependent products manufacturing company belonging to a major steel company group. Since its foundation about 70 years, the company has been developing, designing and producing key components using the parent company's products as raw materials. Factories are at the central area and mid north east region in Japan. Products are mainly used for automobiles, housing and public civil engineering projects. The company has a head office function in Tokyo. But, 81% of total employees (175 employees) are working in the two factories. The ratio of female employees is less than 0.5%, while the number of part-time employees is only a few, the ratio of male regular employees is very high. The personnel evaluation system is open to evaluation routes and evaluation items. A personnel evaluation system based on self-evaluation has been established.
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Measures
We got an agreement that the corporate auditor act as insiders principally conduct a questionnaire survey, and we cooperate in questionnaire preparation and analysis. At first, as a preparation of this, we attended the auditor's annual personal interviews in two factories. The target of the questionnaire survey was set to 89 employees working in manufacturing site of 2 factories. The average age of employees working in factories is 34 years. Average tenure is 11years.
The questionnaire was positioned as a part of the audit's annual audit. Questionnaires were distributed from the corporate auditors' office via factory manager, according to organization hierarchy to 89 employees working in manufacturing sites of 2 factories. Effective replies were 83. (93.3%) This questionnaire is anonymous. Employees were notified that they would respond with their own will, because it does not affect personnel evaluation etc. The questionnaires distributed and responded within working hour, then they were collected by the management department of the factory within few days and mailed to the auditor.
Figure1
Framework of this study.
Questionnaire survey questions are 31 items. Breakdown is 18 items related to PSS, 4 items of PCS, 6 items related to AC and 3 items of OCB.
PSS Of the 16 items of Survey of Perceived Supervisory
Support (SPSS) [13] , the questions that apparently made sense of incongruity at Japanese work place were excluded at first. After that, we decided to adopt 8 items reflecting the opinions of the factory manager and corporate auditors. With regard to PSS, in order to measure the extent to which employees perceive support from each hierarchical layer of supervisors, the target supervisors are divided into 3 layers according to the hierarchy. PSS Level 3 stands for PSS from shift Leaders and workgroup leaders who are immediate supervisors in the manufacturing site. PSS Level 2 stands for PSS from the department manager who is the chief of manufacturing. PSS Level 1 stands for PSS from the factory manager. Questions on PSS for each of the 3 hierarchical layer were set to 6 items, totaling 18 items.
PCS With regard to PCS, we selected 4 items from 9 survey items of Ladd & Henry [28] except for items that do not fit in the actual situation at work place in Japan reflecting opinion of the factory manager and the auditor. After that, in order to avoid confusion, we modified negatively worded item to positively worded with reference to [13] .
AC
Takagi [24] proposed to capture the affective commitment in two elements, the affective attachment and the identification. Keeping this in mind we made up six items as questions on the basis of AC scale of [30] . Items are as follows;  I am always conscious of being a man of the company.  I feel myself to be part of the company.

What is important for the company is also important for me.  I was really happy to find a job at this company instead of another company.  I can tell friends that this company is a wonderful work place.  I like this company.
OCB
Because, it is difficult to clearly distinguish between intra-role behavior and extra-role behavior [25] . Takagi [24] presented voluntary, daily and concrete actions by employees in work place in Japan which were not stipulated as a role. We adopted 3 items (innovation, self-development, organization contribution). Items are as follows;  I may propose to supervisor and coworker to improve performance, even outside official suggestion activities.  I am trying to learn work even outside office hours.  I am going to participate by going to events in my workplace. Targeted employees used a seven-point Likert scale (1-strongly disagree, 7-strongly agree) to answer all questions.
Results
We carried out a Factor analysis on PSS Lev. Model accurately explained the data as indicated by a RMSEA of 0.027, a GFI of 0.976、a AGFI0.91 and a NFI 0.963. Chi Square is 0.38. As shown in Figure 1 , PCS presented a positive relation with AC （ β＝0.28:p ＝ 0.02**), AC presented a positive relation with OCB (β= 0.64 : p < 0.01***). Hypothesis 2 is supported.
Affective commitment mediates between Perceived coworker support and Perceived supervisor support and Citizenship Behavior. Hypothesis 3 is also supported.
Discussion
As a result of the SEM analysis, it was found that employees' PCS affects AC and OCB (citizen behavior) at the manufacturing site in japan. The company emphasizes the sharing of tacit knowledge including the transfer of technology to increase workplace capacity and maintain competitiveness through knowledge creation [31] . They are focusing on enhancing social networks among employees by supporting informal exchanges among employees through various events. Support for questions on work and problem solving has a foundation on which to cross the work group. This also suggests that social networks are being strengthened. The company is promoting the environment in which a structural equivalence in social networks is born [3] .
It is said that employment tradition in Japan is losing substance along with changes in social structure, but the lifetime employment system, which is the fundamental difference of the employment environment with the West, and the US continues in many companies. As a result, many employees are not concerned about job security. From employees' view point, employment is very close to the action of finding a place of relief. The relationship with coworkers is not only related to dyad like relation, but also a very long relation, employees are engaged in a group of organization working together until retirement. For employees the employment has an organizational meaning.
Wayne et al. [26] suggest that felt obligation, which is the basis of POS, as an emotion of employees, in response to the past decision of supervisors including supervisors who did not directly contact them. Mutual relationship between supervisor and his / her subordinates is temporary in terms of subordinates' organizational history. The subordinates are predicting that the relationship will be interrupted in the future. For this reason, although a good relationship is born between supervisor and his / her subordinates, it is said that emotional commitment to the organization is not born even if the felt obligation to the supervisor is born. On the other hand, by quoting [27] , Eisenberger et al. [15] stated that based on the reciprocity norm. PSS should increase obligations to the supervisor and to the organization.
The results of the SEM analysis show that the influence of support perception does not conform to the organization's hierarchy. However, coworkers in the workplace are in the lower hierarchy, the influence from them is stronger than the manager of factory manager and immediate supervisor. This result is not consistent with previous studies [2] .
The effect of support received from the factory manager represented a negative result. The factory manager is the highest hierarchy in the factory where employees consider themselves as their organization. As well as employees regard other factory in the group as being outside of the organization to which they belong, the factory manager is regarded as a representative of the head office and may be regarded as being outside their organization. Employees may consider that support from the factory manager may not be discretional decision but to execute instructions from the head office [5] .The upper manager (Powerful boss) is the second highest hierarchy in the factory next to the factory manager. Employees recognize that he receives high evaluation from the organization, has influence on important matters, and high self-judgment ability and authority [15] . Although the dyad-like relationship with the upper manager may not be as strong as immediate supervisors, from the viewpoint of the employees the relationship between upper manager and themselves seems to be stable in the medium term. It suggest that the PSS from the upper manager is likely to be considered as support from the organization [15] . Then, it enhance AC and OCB. The results of the SEM analysis is consistent with the previous studies.
As a result of the SEM analysis, it is shown that the influence of the shift leader and workgroup leader is not higher than the influence from coworker despite the fact that contact with employees is very high. .The shift leader and work group leader have lower hierarchical status than the factory manager or upper manager, but rather is a supervisor close to a coworker. However, even if the relationship between supervisor and the employee deepens personally well, it is also visible to employees' view that this relationship may be cut off by movement of the organization [26] . For this reason, employees can't regard the influence of the shift leader and workgroup leader as an influence from the organization.
Implications and limitations
According to empirical study, PSS has no direct effect on AC but has an effect on OCB [26] . Although it is partly, the hierarchical influence of PSS on AC was revealed. Similarly, PSS was supported to influence to OCB.
PSS influence does not necessarily depend on the hierarchy within the organization. It was also found that PCS has influence on AC and OCB as well as PSS of powerful supervisor. The result is not consistent with empirical study.
Since the influence of PCS induces positive behavior of employees for the company mediated by AC, the company should promote social networks among employees other than for the purpose of knowledge creation.
Finally, this research has the following limitations. First, only regular employees of men at manufacturing sites in two factories are targeted for survey, so it can't be generalized to women or non-regular employees. Secondly, the two factories to which the targeted employees are working are part of the company within the group of steelmaking enterprise. As a result, it is also difficult to generalize to employees of firms with intense and unstable industries. Thirdly, since we focused attention on employees' viewpoint at manufacturing site, the target workplace is limited and the number of samples in this survey is not so large. In the future it is desirable to extend the scope of the survey to the manufacturing sites such as the electronic equipment industry and the automobile industry.
